This study has several objectives, first analysing and proving the influence of transformational leadership style on employee performance. Second, analyse and prove the influence of organizational culture on employee performance. Third, analyse and prove whether there is an influence of transformational leadership on employee performance through job satisfaction as a mediating variable. Fourth, analyse and prove the influence of leadership style on job satisfaction. Fifth, analyse and prove the influence of organizational culture on employee performance through job satisfaction as a mediating variable. Sixth, analyse and prove whether there is an influence of job satisfaction on employee performance. In this study the population is all permanent employees at Ibnu Sina Hospital in West Sumatera. while the sample was 262 respondents who were searched using Sugiono's formula. The types and sources of data used are primary data by distributing questionnaires. For analysis testing using validity and reliability tests and using path analysis, as well as processing data using the latest SPSS model. In accordance with the hypothesis testing it was found that transformational leadership had a significant effect on job satisfaction. In organizational culture has a significant effect on job satisfaction. Third, transformational leadership has a significant effect on performance. found organizational communication has a significant effect on performance. Fourth, the organizational culture has a significant effect on performance. While job satisfaction has a significant effect on performance. Sixth, the effect of transformational leadership on employee performance through job satisfaction as an intervening variable in Ibnu Sina Hospital in West Sumatera has a direct relationship. The seventh influence of organizational culture on employee performance through job satisfaction as a mediation variable at Ibnu Sina Hospital in West Sumatera has a direct relationship.
Introduction
The reliance of Ibnu Sina Islamic Hospital West Sumatera on human resources is huge, for that it is necessary that human resources with high motivation, high motivation in working, strong in the face of challenges and obstacles, have the initiative and inspiration and the right strategy in managing employees. Ibnu Sina Islamic Hospital In West Sumatra requires human resources that have attachments to their work, in terms of human resources Ibnu Sina Islamic Hospital in West Sumatera with excellent quality by having a good level of education, the amount of human resources available in Ibnu Sina Islamic Hospital in West Sumatera has an education level, ranging from nurses, general practitioners, and employees. The high level of work ability of employees will bring changes in employee attitudes in improving the attachment, both to work and organization. Of course, in managing such capabilities, the role of a leader is crucial in aligning organizational goals with employee satisfaction to their work.
Leadership style is an important factor in managing the ability of employees to complete their work, transformational leadership is a leadership action involving change great influence on the attitudes of members or employees and building commitments for Robbins and Coutler's company mission, goals, and strategy (2008: 455) . Being a transformational leader must be able to convey a clear and compelling vision, always confident and optimistic, celebrate success together, lead with real applications and always empower human resources to achieve that vision. In addition to managing the ability and directing employees in their work a leader must be able to harmonize with the culture in the organization, because culture is the norm of norms that must be well-connected. Organizational culture has a central role to play in the organization, what employees are doing should be in keeping with the culture of the organization itself. Culture is a philosophy and value that has been agreed upon and assumed by all human beings as a foundation and a reference to the organization in working to achieve its goals. An early observation of the author in Ibnu Sina Islamic Hospital In West Sumatra, seeing the symptoms and data of direct data from the hospital was seen that the worker had not shown a good result, this was because many employees were still often late in work hours, often postpone the work and it is rare for employees to complete additional duties given by the leadership and even the reprimand and sanctioned by the leaders are rarely performed well.
The leadership factor in the hospital has a huge impact on the performance and decline of employee work. Will be a special concern Ibnu Sina Islamic Hospital is an indicator of the attitudes of employees to their superiors, it appears that no assessment results show that the outcome is good, it should be the special attention of the leaders to their duties and responsibilities on emotionally enlightened employees should be better. This will certainly be detrimental to companies in the present and future periods and will be very difficult to produce employees who have the responsibility and quality of their work and achieve organizational goals. The often decreasing indicator is seen in relation to employee boss and behavior, for that it is necessary good management in managing the skills and expertise of employees in their work and building and establishing good relationships with employees. Conducting an internal approach to employees is certainly not easy to require specialized expertise in handling employees so that employees can be motivated and aware of their responsibilities in their work. One is the transformational leadership style where the transformational leadership style is a leadership action that involves major changes in the attitudes of members or employees and building a commitment to the company's mission, goals, and strategies.
Almost every human has the potential to act in various forms of activity. The ability to act can be acquired naturally (either from birth) or studied. Although humans have the potential to behave but the behavior is only validated at certain moments. The potential for such a behavior is called ability, while the expression of this potential is known as Performance Hasibuan (2003: 6) argues that performance is a result of the work achieved by a person in executing tasks charged to him who are based on proficiency, experience and sincerity and time. In other words, performance is the result of work accomplished by someone in performing the tasks assigned to them in accordance with the criteria set. There are 3 (three) major factors affecting performance ie individual (working ability), work (desire to work), and organizational support (opportunity to work). According to Hughes (2012: 331) , behavior-related performance towards the goals or mission of the organization, or products and services resulting from such behavior. According to Dessler (2015: 95) . Employee performance is the contribution of each employee to achieving strategic goals. The company as a whole, helps managers and understand the tasks that are carried out in achieving organizational goals seen from employee efforts with the achievement of organizational goals and Wirawan (2015: 238),performance is a recording of outputs of the performance or demands of the work within a certain time. Furthermore, As'ad in Agustina (2002) and Sutiadi (2003: 6) argues that one's performance is a measure of the extent to which one's success in performing his job duties. There are 3 (three) main factors that influence performance namely work ability, work, and organizational support. compensation plans, communication systems, managerial styles, organizational structures, policies and procedures. Performance is the achievement of organizational goals that can be in the form of quantitative or qualitative outputs, creativity, flexibility, dependability, or other things that the organization wants.
Performance emphasis can be short-and long-term, as well as at individual, group or organization level. Performance management is a process designed to link organizational goals to individual goals, so both ends meet. Performance may also be an action or execution of tasks that have been completed by a person within a certain period of time and can be measured. According to Rivai (2009: 548) performance is a function of motivation and ability. To accomplish a task or work someone should have a degree of willingness and a certain level of ability. One's willingness and skill is not effective enough to do something without a clear understanding of what to do and how to do it. Performance is a realistic behavior that every person displays as a work achievement produced by employees in line with their role in the company. Employee performance is a very important thing in the company's efforts to achieve its goals. In accordance with the brief description some of the theoretical expressions of some of the experts have been concluded that performance is the result of the function of a person or group's work / activity within an organization influenced by various factors to achieve organizational goals within a certain period of time.
Employee performance is influenced by many factors, individual and contextual factors. The individual factor is based on an employee, ie, the competence, the discipline, the responsibility, the motivation, and the goal. While contextual factors such as leadership style, organizational culture and organizational communication (Mangkunegara 2005: 120 -121).Other internal organizational factors such as organizational strategies, organizational cultures are needed to carry out work, as well as management systems, and compensation. Therefore organizational management must create a conducive internal organizational environment that can support and improve employee productivity.
According to Hasibuan (2012: 202) , job satisfaction is an emotional attitude that works fun and loves work. Furthermore, Mangkunegara (2009: 117), stated that job satisfaction is a feeling that does not have a tendency to stifle the work-related employees or their working conditions. Dole and Schroeder (2001) in Koesmono (2005) , argue that job satisfaction can be defined as individual feelings and reactions to the work environment. Testa (1999) and Locke (1983) in Koesmono (2005) argue that job satisfaction is a joy or positive emotional statement as a result of the assessment of one's work or work experience.
Transformational leadership focuses on the concept of positive attribution in achieving performance beyond expectations. Transformational leaders achieve their goals through increased awareness of the importance of value creation in making a plan of achievement of results and realizing it, establishing good relationships across team members, organizations and all stakeholders and can distinguish between the needs and desires that need to be met (Tauber 2012).According to Robbins and Coutler (2008: 455) the transformational leadership style is a leadership action that involves major changes in the attitudes of members or employees and building commitments for the company's mission, goals, and strategies. To be a transformational leader, the leader must be able to convey a clear and compelling vision, always confident and optimistic, celebrate success together, lead with real applications and always empower human resources to achieve that vision. In transformational leadership, the leader inspires his followers and has a huge foothold for the company and the environment around the company. In transformational leadership, leaders inspire their followers and have a great impact on the company and the environment around the company. 1. The four components according to Bass and Avolio (2011; 159) , are as follows:
Idealized Influence, which is described as a behavior that results in the respect and confidence of the people he leads. This Idealized Influence contains the meanings of risk sharing, through consideration of the needs that it has led to the personal needs and ethical behavioral morals. 2. Inspirational Motivation, which is reflected is the behavior of a leader who can make himself an inspiration to his or her employees and always motivate.The character of a leader who has a high standard will but be able to push subordinates to achieve that standard. Characters like this will evokeoptimism and high antitrustism of employees.In other words, transformational leaders always inspire and motivate their employees. 3. Intellectual Stimulation, which can be explained that a leader must characterize who is able to encourage his / her employees to solve the problem carefully and rationally. In addition, these characters encourage employees to define new, more effective ways of solving problems. In other words, transformational leaders are able to encourage employees to be creative and innovative. 4. Individualized Consideraion, which is described by a leader who is always listening attentively and paying special attention to the needs and needs of the people he led. Each and every one of the organizations is a group of people as members of the organization, including the role of the leader. Every day always interacts with another greeting, both in performing work and outside work. The intentions are formal and informal, only to be harmonious in an effective and efficient manner when each member accepts, respects and carries out the same values or norms in the organization. those values and norms are the organizational cultures. Jonathan (2014: 183), organizational culture has been defined in several different ways. Organizational culture can be defined as mutual values and beliefs that enable members to understand their role in organizational and organizational norms. According to Robbins (2006: 721) states organizational culture refers to the common sense system embraced by members who distinguishing the organization from other organizations. In line with Schein (2006: 44) organizational culture is defined as a pattern of basic assumptions created, found, or developed by a particular group when learning to face external adaptation issues and internal integration that has been good enough to be considered valid and therefore, to is taught to new members as the correct way to perceive, think and feel about the problems it faces.Wirawan (2007: 9) defines organizational culture as a set of shared values that control the interactions of each member of the organization, as well as with suppliers, customers and other parties outside the organization.
According to (Robbins 2006: 721) there are 7 important elements in measuring the extent to which the organization's culture has an influence on employee performance. 1. Innovation and risk reinstatement, the level of employee's ability to be innovative and daring to take risks. 2. Attention to detail, the level of demands on employees to be able to pay attention to detail and attention to detail. 3. Orientation on results, the level of management demands to better satisfy the results, rather than the attention of techniques and processes used to achieve results. 4. Orientation of individuals, the level of management's decision in considering the effects of individual dividends in the organization. 5. The orientation of the team, the level of work activity organized in the team rather than individually. 6. Aggressiveness, the level of demands for people to be aggressive and competitive and not relaxed. 7. Stability level of organizational activity emphasizes in defending the status quo as opposed to growth. Each of the above characteristics is in one unit, from a low level to higher level. Assessing an organization using these seven characteristics creates an overview of the organization's culture. The picture then becomes the basis for the mutual understanding of each member of the organization about their organization.
Methods
This research is quantitative research, number of sample in research and for research purposes hence amount of sample that will be used as responder for research interest as much as 262 respondent. To obtain the data required in this study, will be done in the following ways Questionnaire:
Test the validity
The validity test aims to find out the extent of the validity of a data obtained from the questionnaire spread. According to Ghazali (2005: 171) , for that item analysis is done using product moment correlation pearson (r) method. The validity test with this method is done by correlating the answer scores obtained on each item with the total score of the entire item. In determining the validity or invalidity of a question item by comparing the value of the correlation coefficients or 〖r〗 _count (correlation between question items by total), if the value 〖r〗 _count> critical value means the question item is valid and vice versa when 〖r〗 _count < Critical value means the question item is invalid. Instrument details are valid if pearson correlation / r is critical> 0.30 (Sugiyono, 2004: 126) 
Test Reliability
Reliability tests aim to measure research instruments based on different perspectives and techniques and to see the stability of a data, which is done by calculating cronbach alpha to test the feasibility of consistency across the scale used. According to Ghazali (2005: 133) if the coefficient of cranbach alpha> 0.60 then the data can be declared reliable or reliable.
Test the normality
Is a test used to see the pattern of data dissemination whether or not normally distributed, beside that the normality test can also be used to determine what statistical tests will be used in a study whether using parametric and non parametric tests. The normal or not a data can be seen from the value of asym sig generated in testing> 0.05. If the normal data is parametric statistical test can be done and vice versa.
Analysis Techniques
Descriptive Analysis Descriptive analysis aims to describe the characteristics of each of the research variables by presenting the data into frequency distribution tables, calculating the centralization (in terms of mean, median and mode) and disperse values (standard deviation or coefficient of variation) and interpret it.
Average score = Σ (i x Fi) Description: i: Weight value of 1,2,3,4,5 Fi: Frequency response respondents for weight statements i statements n: respondents Respondent's Total respondent is a measure for calculating each category of answers from descriptive variables, then can be calculated by using the formula TCR Where: TCR: Respondent's Access Level Rs: Average scores n: Answer Score Value Respondent's answer criteria, used Sudjana classification (2001) as follows: 90% -100% Very Good 80% -89% Good 65%-79% Sufficiently Good 55%-64% Not Good 0% -54% Not Good
Path Analysis
Path analysis is an analytical technique used to analyze causal interventions that are inherent between variables that are organized on a sequence of temporal with using coefficient of pathways as a value scale in determining the magnitude of the effect of exogenous independent variables on dependent variables (Sarwono, 2011) . To prove the hypothesis that has been expressed then in this case the data has been collected will be processed with the aid of parametric analysis using SPSS (statistical package for social sience). Data analysis model is path analysis method. That is to know the extent of the effect of the variable of the cause to the other set of variables which are the variables resulting from both directly and indirectly through the intervening variables that can be seen through the diagram as follows:
Figure 1 Framework of structure 1
Sub structure I was conducted to analyze the influence of transformational leadership and organizational culture on performance. The results of sub-structure analysis I are shown in the following table: Table 1 The results of sub-structure analysis 1
Sources : Data Processed Data analysis on substructure I can be incorporated into the following equation: Z = ρzx1.X1+ ρzx2.X2 + e2Z = 0,161 X1 + 0, 476X3 + e2The large coefficient of the influence of other variables outside the research model to job satisfaction can be calculated using the following formula:"ρye2 =" √ ("1-" "r" ^ "2")"ρye2 =" √ ("1-0,314")"ρye2 =" √ (0, "686")"ρye2 =" 0, "828". The coefficient of other variables influence work motivation is 0,8282 so it is known that the influence of other variables on work motivation outside the transformational leadership and organizational culture is 68,6% with calculation 0,828 x 0,828 = 0,686
Figure 2 Framework of structure 2
Structure II is done to analyze the influence of transformational leadership, organizational culture and job satisfaction toward employees. The results of sub-structure analysis II are shown in the following table: Table 2 The results of sub-structure 2 analysis Source : Data Processed The results of data analysis on substructure II can be incorporated into the path equation as follows:
The large coefficient of the influence of other variables outside the research model to employee performance can be calculated using the following formula: "ρye1 =" √ ("1-" "r" ^ "2") "ρye1 =" √ ("1-0,493") "ρye1 =" √ (0, "507") "ρye1 =" 0, "712"
The coefficient of other variables influence employee performance is 0,712 so it is known that the influence of other variables on employee performance beyond transformational leadership variables, organizational culture and job satisfaction is 50,7% with calculation 0,712 x 0,712 = 0,507
Result and Discussion

The Influence of Transformational Leadership on Employees's Performance in Ibn Sina hospital
Transformational leadership has a significant effect on the performance of RSI Ibn Sina employees in West Sumatra. This means transformational leadership determines employee performance. The coefficient of transformational leadership influence on employee performance is 0.111 and positive value. It means the better of transformational leadership then the performance of employees will increase.
The Influence of Organizational Culture on Employees Performance in Ibn Sina hospital
This research proves that organizational culture has a significant effect on the performance of Ibnu Sina Islamic Hospital employees in West Sumatra with a positive value coefficient of 0.151. This means that there is an increase in organizational culture, it can improve the performance of Ibnu Sina Islamic Hospital employees in West Sumatra. Descriptive analysis results also found aggressive indicators have the lowest achievement achievement of 72.3% with average score of 3.61 in good category. That means the company has not been able to direct employees to be aggressive and competitive. Employees are still working hard, not in accordance with the procedures in Ibnu Sina Islamic Hospital and the company is perceived to have not paid attention to employees so this affects the achievement of less optimal work. The results of this study in the opinion of Kotter and Heskett (1997) say that strong cultures can produce effects that greatly affect individuals and performance, even in a competing environment the influence can be greater than other factors such as organizational structure, financial analysis tools, leadership and others. Organizational culture that is easy to adapt to time change (adaptive) is that can improve performance. In addition, the results of this study are also in line with the results of the study conducted by Pratini (2016) that the organizational culture has influence on performance. So, organizational culture has a positive and significant effect on employee performance.
The Influence of Transformational Leadership on Employee Satisfaction in Ibn Sina hospital
This study also revealed that transformational leadership has a significant effect on the satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatra. The path coefficient of transformational leadership influenced by 0.162, meaning that its influence is positive. That is, if transformational leadership goes well, it will be able to increase the job satisfaction of RSI Ibn Sina employees in West Sumatra. The result of this research is in line with Ritawati (2013) findings that the influence between job satisfaction on the performance of transformational leadership employees has a positive and significant influence on job satisfaction. And supported by Hartanto (2012), the transactional leadership style variables have a significant influence on job satisfaction.
The Influence of Organizational Culture on Employee's Satisfaction in Ibnu Sina hospital
Research findings indicate that organizational culture has significant effect on job satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatra. Based on the band analysis, the regression coefficient is positive value of 0.476 with a significance level of 0,000 <0.005. So the hypothesis that has been formulated according to the result of the research so that the fourth hypothesis can be accepted that organizational culture has a positive and significant effect on the satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatra. The results of the research in line with the research conducted by Riwati (2013) proved that organizational culture has positive and significant influence to job satisfaction. This is in line with the CFA results, that employee-owned organizational culture is able to give an impression and individual message within the individual employee who has understood the organizational culture to be able to provide individual satisfaction for the work, and to produce that organizational culture has a significant effect on job satisfaction.
The influence of Job Satisfaction on Employee's Performance in hospital Ibn Sina Hospital
The hypothesis test shows that job satisfaction has a significant effect on the performance of Ibnu Sina Islamic Hospital employees in West Sumatra. Based on path analysis, the regression coefficient is 0.558 with the significance level of 0,000 <0.05. This result is concluded that the research hypothesis is accepted that organizational culture has a positive and significant effect on the performance of Ibnu Sina Islamic Hospital employees in West Sumatra. from the result of descriptive test the job satisfaction variable has the total achievement of respondents only 73% with average 3,65 is in good enough category, so it is necessary to increase work satisfaction that can improve employee performance. By knowing the satisfaction of work performance decreased, Ibnu Sina Islamic Hospital in West Sumatra has not been able to increase employee satisfaction. From the result of descriptive analysis found that the working condition indicator has the lowest Respondent Total Respondent value which is 72% with average 3,60 score is in good enough category. The results of this study are in line with Brahmasari (2008) research, proving that employee job satisfaction has a positive and significant effect on the company's performance, meaning that in general, high employee satisfaction will be able to improve the company's performance.
The Influence of Transformational Leadership on Employee's Performance with Job Satisfaction as an Intervening Variable in Ibn Sina hospital
Transformational leadership has an effect on employee performance through job satisfaction as a mediator in Ibnu Sina Islamic Hospital West Sumatra. In this research it was found to be 1% of its influence Previously found that directly transformational leadership has an influence on employee performance. Transformational leadership has an influence on employee performance. So in relation between transformational leadership and employee performance there is job satisfaction as mediation variable. Improved transformational leadership can increase job satisfaction so that employee performance is increasing. The results of this study in line with Kurniawan's research, et al (2013) states that transformational leadership has an indirect influence on employee performance through job satisfaction. The results of Kovjanic research, et al (2013) state that there is a transformational leadership influence on employee performance mediated by job satisfaction. That is, when transformational leadership can be well understood by members, it will have an impact on the improvement of job satisfaction.
The Influence of Organizational Culture on Employee's Performance with Job Satisfaction as the Intervening variable in Ibn Sina hospital
Organizational culture has a significant effect on employee performance through job satisfaction as an intervening variable in Ibnu Sina Islamic Hospital in West Sumatra in this research was found at 4%. Previously found that the organizational culture directly affected the performance of employees. So in relation between organizational culture and employee performance there is job satisfaction as intervening variable. Increasing organizational culture can increase job satisfaction so that employee performance is increasing. The result of this research is in line with Mustika and Utomo (2013) research that organizational culture indirectly gives a significant influence to employee performance improvement through job satisfaction variable. Sustainable Research and Suryani (2018) found that job satisfaction was able to mediate partially the organizational culture relationship to employee performance.
Conclusion
1. Transformational leadership has a positive and significant impact on employee performance.
This means that good transformational leadership can directly affect the performance of employees in working. The better the trasformational leadership then the performance of employees will increase. 2. Organizational culture positively and significantly influence the performance of employees.
This means that there is an increase in organizational culture, it can improve the performance of Ibnu Sina Islamic Hospital employees in West Sumatera. 3. Transformational leadership also has a significant influence on the job satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatera. The correlation coefficient of transformational leadership influence on work satisfaction is positive value is 0,162. This means that if transformational leadership works well, it will be able to improve the job satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatera. 4. Organizational culture gives a significant and positive influence on job satisfaction of Ibnu Sina Islamic Hospital in West Sumatera with a path coefficient of 0.476. This indicates that a strong and good organizational culture will tend to increase the satisfaction of Ibnu Sina Islamic Hospital employees in West Sumatera. 5. Job satisfaction has a significant and positive influence on employee performance with path coefficients of 0,558. This means that the performance of the employees depends on the satisfaction of the work they perceive. Employee performance will increase in line with increased job satisfaction and vice versa. 6. The influence of transformational leadership on employee performance through job satisfaction as an intervening variable is 1%. So in the relationship between transformational leadership and employee performance there is job satisfaction as an intervening variable. This means transformational leadership applied by employers can increase employee satisfaction that impacts on employee performance. 7. The influence of organizational culture on employee performance through job satisfaction as an intervening variable is 4%. So in relation between organizational culture and employee performance there is job satisfaction as intervening variable. This means that the improvement of organizational culture can increase employee satisfaction so that employee performance is increasing.
